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A common method for reducing turnover in organizations is the implementation of a
realistic job preview (RJP). Unlike typical job descriptions that might be seen in
newspapers, on the Internet, or on television, the differentiating characteristic of an RJP
is that both positive and negative aspects of the job are presented to the prospective
employee such that the applicant has a very realistic idea of the nature of the job. An RJP
in both an audio-visual format and a written brochure was developed for deputy jailer
applicants at the Warren County Regional Jail in Bowling Green, Kentucky. Consistent
with hypotheses, applicants who experienced the RJP had lower job acceptance rates and
were less likely to voluntarily leave the organization than were applicants hired when the
RJP was not utilized.
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A Realistic Job Preview for Deputy Jailer Applicants
A common method for reducing turnover in organizations is the implementation of a
realistic job preview (RJP). RJPs were first introduced in academic literature by Weitz
(1956), who wanted to investigate the effects of giving prospective life insurance agents
realistic job descriptions. Unlike typical job postings that might be seen in newspapers,
on the Internet, or on television, the differentiating characteristic of an RJP is that both
positive and negative aspects of the job are presented to the prospective employee. RJPs
are typically presented through videos, live presentations, or booklets that contain
detailed representative information about the job.
Since the introduction of the RJP in 1956, "no recruitment issue has generated more
attention" (Rynes, 1991, p.423). RJPs have been used for a wide spectrum of jobs ranging
from truck drivers (Taylor, 1994) to nurses (Horn, 1999). The extensive body of literature
regarding RJPs has led to several meta-analyses that have explored numerous criteria as
possible moderators of a successful RJP (McEvoy & Cascio, 1985; Meglino, Ravlin &
DeNisi, 2000; Phillips, 1998; Premack & Wanous, 1985). However, before discussing
meta-analytic results, it is necessary to provide a brief review of the psychological
processes that are proposed to underpin the success of the RJP.
The goal of any RJP is to encourage prospective employees to think critically about
whether or not they are a good fit for the job and organization (Wanous, 2000). There
were four main psychological processes hypothesized by Breaugh (1983) to influence the
prospective employee who has been exposed to a RJP. The first of these processes is met
expectations. The met expectations hypothesis states that RJPs will lower job
expectations to make them more congruent with what actually happens on the job.
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Instead of beginning a new job with inflated expectations regarding responsibilities and
the work environment, new RJP employees will have more realistic expectations that are
more likely to be met due to the realism of the RJP. The second process outlined by
Breaugh is the ability to cope principle or what is sometimes referred to as the
inoculation effect. The inoculation effect states that by giving prospective employees a
small dose of the problems they might face on the job, they will be more likely to handle
similar problems when actually encountered on the job. A third hypothesized principle is
the self-selection principle. Self-selection basically states that some employees, after
learning what the job entails through the RJP, will recognize that they might not fit as
well in the position as originally thought, and will therefore withdraw from consideration
for the job. A fourth and final principle, without as much research support, is the air of
honesty principle (Phillips, 1998; Premack & Wanous, 1985). This principle states that
the prospective employee will deem the organization more trustworthy and honest after
seeing what will really be happening on the job. Despite theoretical support from many
scholars, empirical research has yet to confirm the air of honesty principle for RJPs.
Researchers are currently trying to determine exactly how these principles interact to
initially affect whether or not the individual will accept the position and to determine
eventually how long we should expect him/her to retain the position.
There are several meta-analyses that support the effectiveness of the realistic job
preview. A meta-analysis by Premack and Wanous (1985) using 21 RJP studies found
support that RJPs tend to lower initial job expectations (d = -.34) while increasing selfselection (d = .12), organizational commitment (d = .19), job satisfaction (d = .13),
performance (d = .05), and job survival (d = .12). Premack and Wanous found a

3

moderator relationship between the medium used for presentation and performance
ratings. Job applicants viewing the RJP through audio-visual methods of presentation
(d = .32) had higher job performance than did candidates viewing the written RJP
(d = -.04).
The results from Premack and Wanous were later supported through an in-depth metaanalysis by Phillips (1998) using 40 RJP studies. Phillips looked at moderator effects of
RJP setting (laboratory vs. field), RJP timing (very early vs. before hiring vs. after
hiring), and RJP medium (written vs. verbal vs. videotaped) on the outcomes of attrition
from the recruitment process, job satisfaction, organizational commitment, voluntary
turnover, all turnover, and performance. Phillips found that each of the moderator
variables had a significant impact on each of the outcome variables with the exception of
the setting moderating the effect on performance. However, Phillips did not find a
relationship between videotaped RJPs and voluntary turnover. This study suggested that
verbal RJPs administered just before hiring are the most suitable for organizations that
are interested in reducing both types of turnover. However, if organizations are more
concerned with reducing attrition from the recruitment process and improving employee
performance, the organization might benefit more from implementing a written RJP after
job offer acceptance as part of a realistic socialization effort. Each of the relationships
found by Premack and Wanous were also found in the Phillips study, with the exception
that Phillips did not find empirical support for an increase in organizational commitment
due to the implementation of the RJP.
Another meta-analysis addressed the relationship between job complexity and
effectiveness of the RJP. McEvoy and Cascio (1985) found that more turnover reduction

4

from the RJP occurred in entry-level positions than more complex positions. One reason
for this finding could be that entry-level positions typically have more well-defined tasks
and applicants therefore have more well-defined expectations for the job. With the
increased autonomy in complex positions, it is possible that applicants simply do not
have concrete expectations about the position.
There has been a small body of research that examined the impact of applicants
having prior experience on the job before viewing the realistic job preview. Consistent
with traditional thinking in the area of prior job exposure and realistic job previews
(e.g., Breaugh, 1983; Dean & Wanous, 1984), Meglino, Ravlin, and DeNisi (1993)
hypothesized that a preview would have less of an effect for individuals that already had
prior experience on the job. However, results revealed that the preview was actually more
effective for individuals with prior job exposure than for applicants without prior
exposure to the job. Meglino et al. thought that information processing could have played
a major role in this result, as individuals with prior exposure could be more effective at
integrating new information if they already had a working knowledge of job
responsibilities. In other words, individuals without prior experience are being
bombarded with a large amount of information they are processing for the first time,
while individuals with prior experience are comparing information from the preview to
the experiences they have already had on the job. This hypothesis regarding prior
experience was later tested in a meta-analysis of 16 RJP studies in which researchers
found that individuals with prior exposure to the job experienced lower job acceptance
rates and individuals without prior experience actually had higher job acceptance rates
after viewing the preview (Meglino, Ravlin & DeNisi, 2000). A possible explanation for
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this finding is that job applicants without prior experience on the job might view the
information contained in an RJP as an added challenge, whereas applicants with prior
experience might recall why they did not enjoy this line of work in the past. Without
more research on this topic, it is probably premature to conclude that RJPs will be more
effective for applicants with prior experience. However, this does not mean that the topic
should continue to be ignored by researchers that are investigating the critical success
factors of the RJP.
Nearly 50 years of research have supported the effectiveness of RJPs (Wanous, 1973,
1977; Weitz, 1956), and have continued to provide organizations with a cost-effective
method for reducing turnover. Even though the underlying mechanisms of a successful
preview are still somewhat elusive to researchers, the effectiveness of the intervention in
reducing turnover has been supported by hundreds of studies (e.g., Meglino et al., 2000;
Phillips, 1998; Premack & Wanous, 1985).
Does every organization with a turnover problem have a need for a realistic job
preview? What factors are critical for success in implementing this type of intervention?
Despite the numerous studies and meta-analyses regarding the effectiveness of the RJP,
very few authors have provided instruction regarding exactly how these previews should
be developed. The fact that most authors have provided little or no information on the
process of creating a realistic job preview led Wanous (1989) to write an article that
specifically outlined ten tough decisions (see Table 1) that need to be addressed when
creating the realistic job preview.
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Table 1. Wanous' Ten Tough Choices (1989)
Tough Choice

Recommendation

1.

Getting started: Reaction or proaction?

Proactive whenever possible

2.

Diagnosis: Structured or unstructured?

Either is effective:
unstructured when possible

3.

Content: Descriptive or judgmental?

Judgmental content

4.

Content: Extensive or intensive?

Intensive content

5.

Content: High or medium negativity?

Medium negativity

6.

Medium used: Written or audio-visual?

Audio-visual

7.

Message source: Actors or job incumbents?

Job incumbents

8.

Timing: Late or early?

Early

9.

Getting started: Pilot study or policy?

Policy

10.

Sharing results: Proprietary secret or
disseminate results?

Disseminate

Adapted from "Installing a realistic job preview: Ten tough choices," by J.P. Wanous,1989, Personnel Psychology, 42, p. 12

The first choice that needs to be addressed, according to Wanous (1989), is the
purpose of the RJP. RJPs are created as either a reaction to a current turnover problem or
as a proactive attempt to prevent turnover from becoming a problem in the future.
Wanous acknowledged that obtaining upper management's approval in implementing an
RJP is relatively easy when addressing a problem that already exists, but suggested that
this might not be the case if you are trying to solve problems that might occur in the
future. Wanous suggested that RJPs should be implemented proactively whenever
possible.
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The second choice that must be made is the method the organization will use to
diagnose critical success factors in the study as well as to gather information for the
preview: structured or unstructured? The structured approach should be used to gather
extensive data in a systematic way that yields quantifiable results. Alternatively, if one is
more concerned with obtaining data that is qualitative in nature, the unstructured
approach is the best data gathering technique. Wanous (1989) highlighted that the
structured approach typically uses organization-wide surveys to gather data, and the
unstructured approach is more likely to use interviews with employees to gather needed
information.
The next three choices addressed by Wanous (1989) all concern content in the
preview. The first of these choices pertains to the type of content that will be included in
the preview: descriptive or judgmental? Descriptive information allows the researcher to
present objective information such as salary, opportunities for advancement, and hours of
work. However, if the preview contains only descriptive information, then it is not
possible to tap into things that employees like most and least about the job, which is
considered to provide a realistic picture of what the job entails. This choice is one of the
most difficult decisions when creating an RJP because the more judgmental information
included, the greater the risk that the RJP will be seen as biased to suit the researcher or
the organization rather than ensuring the accuracy of the job information. The researcher
needs to present judgmental information while ensuring that the view is shared by most
employees rather than a small sample with strong opinions.
The second of the content choices concerns the degree to which one constructs an
extensive or an intensive RJP. An extensive RJP attempts to include as much pertinent
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information about a job as possible, whereas the intensive RJP is typically much shorter
and includes only the basics on which an applicant would need to focus. Intensive RJPs
typically work best in an organization where there are different roles assumed under the
same job title.
The final content-related choice is the decision of how much negative information to
include in the preview: high or medium negativity? The short answer to this question is
that the negativity found in the RJP should reflect the negativity found on the job
(Wanous, 1980). In reality, according to Wanous, very few jobs would qualify as needing
to present the material in a highly negative fashion. Situations that would require a highly
negative RJP would include jobs where the worker could easily be killed on the job, there
are serious health hazards, etc. Most jobs are likely to have a moderate amount of
negativity as there are definitely aspects that workers like about their jobs as well as
aspects that workers do not like about their jobs.
The sixth choice (Wanous, 1989) to be made concerns the medium that will be used
for presentation: written or audio-visual? Written RJPs are typically presented in
brochures and have the advantages of costing less than A-V methods, being easier to edit,
and allowing the job candidate the freedom to re-read the RJP as they typically are given
a hard copy to take home with them. Alternatively, an organization implementing the AV method can be assured that the candidate has been exposed to the information
presented because a member of the organization typically monitors the RJP viewing.
Another advantage of the A-V method is that comprehension of this medium is not
restricted by the reading skills of the candidates. One final advantage of the A-V method
is that the material can be presented by video of actual job incumbents rather than
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appearing to be just another manual given out by management. Wanous suggested that
the advantages of the A-V method clearly distinguish this approach as the preferred
method if financially feasible.
According to Wanous (1989), the seventh choice to be made is the source of the
message in the RJP: actors or job incumbents? Wanous stated that actual job incumbents
are typically perceived by the applicant as a more credible source of information.
However, there are some advantages of using actors. First, as they are reading from a
script, it is easier to organize, edit, and control what is being included in the preview.
Secondly, using job incumbents incurs risk of camera anxiety and could limit the quality
of the responses from incumbents. It is possible incumbents could end up answering
questions much differently when they are nervous in front of a camera than they would
normally. Wanous suggested that the credibility of actual job incumbents makes this
option the preferred choice regarding the source of the message.
The eighth choice addressed by Wanous (1989) is the timing of the RJP in the
selection process: late or early? Placing the RJP late in the selection process is likely to
have lower costs because fewer viable job candidates remain, especially if the
organization is delivering the RJP as an oral presentation. Top management is more likely
to accept the negative material being presented late in the process because far fewer
people will see, hear, or read it. Alternatively, if the RJP is presented early in the process,
it is more likely to affect an individual's decision to self-select out of the process. The
idea is that candidates will be less likely to remove themselves from the process after
viewing the RJP if they have already invested time and effort into the position and have
survived other hurdles throughout the selection process. Wanous recommended that the
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preview be placed early in the selection process in order to maximize the likelihood of
self-selection out of the process.
The ninth decision to be made is whether the RJP will be implemented initially as a
pilot study or be installed as a regular component of policy. This is another question that
is likely to be dependent upon situational variables. The advantage of using a pilot study
is that the RJP can be tested on a sample of people as a check to see if the RJP is having
an effect on initial expectations. A pilot study could raise important questions about
characteristics of the RJP that could be adjusted before implementing the RJP as policy.
Alternatively, implementing the RJP as policy has the advantage of not having to deal
with the ethical dilemma of withholding information from prospective employees that
would be beneficial to them. Another advantage of direct implementation is that the
results of the pilot study would likely utilize a much smaller sample that is less reliable
and has less power to detect effects of the intervention than full implementation. A pilot
study does not guarantee the same results will occur when implemented on a larger scale.
Therefore, Wanous argued that RJPs should be implemented as direct policy when
possible.
According to Wanous (1989), the final choice that must be made in implementing an
RJP is whether or not the results of study will be shared with anyone outside of the
organization. Wanous stated that the only advantage of not sharing the results of the RJP
is that competitors will not be able to capitalize on your success with a similar
intervention of their own. Alternatively, if the results are disseminated to other
organizations, it is more likely others will be able to capitalize on the effort in the future.
This choice is actually much less of an issue today than it was when Wanous published
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his article. Since the research dealing with RJPs is very extensive, with hundreds of RJP
studies published, it is unlikely that a single RJP study will get published in a journal.
Second, if the article does get published, it is unlikely that the RJP study will have
groundbreaking information from which competitors would benefit.
Current Study
The current researcher designed and evaluated an RJP for the recruitment and
retention of Deputy Jailers for the Warren County Regional Jail. Despite dangerous
working conditions with many responsibilities, the position of deputy jailor ranks among
the lowest paid positions for the State of Kentucky. Incumbents start at $10.66/hour plus
benefits which include health insurance, a $10,000 life insurance policy, and a deferred
compensation plan. In addition to the problem of low pay, there is a very competitive job
market continually hiring individuals in areas of law enforcement. When the University
Police, the Juvenile Detention Center, Bowling Green Police Department, Sheriff's
Department, and Kentucky State Police are all hiring individuals at a higher starting
salary with similar benefits for the same minimum qualifications of employment, the
County Jail faces a very difficult situation when trying to attract and retain employees. In
2004 alone, the County Jail hired 25 deputy jailors and lost 11 deputies. Among the 11
deputies that left their position at the jail, five of these deputies did not last one month on
the job.
It is not uncommon for some deputies to remain on the job for only a few days after
being hired. As such, it was the opinion of the Warren County Jailer that some
incumbents were accepting the position with inflated, unrealistic job expectations. The
researcher felt that the implementation of a realistic job preview would lower these initial
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expectations and increase the likelihood of employees staying with the organization. This
led to the following hypotheses:
Hypothesis 1: Job acceptance rates for applicants receiving the realistic job preview
will be lower than job acceptance rates for applicants who were hired before the preview
was implemented.
Hypothesis 2: Job applicants receiving the realistic job preview will be less likely to
leave the organization than will applicants hired before the preview was implemented.

Method
Participants
Archival data were used in the current study. Data included information on applicants
for the position of deputy jailer from November 2000 until April 2006 (N = 56).
Materials
Exit Interviews. The first stage in the development of the realistic job preview was to
review all 102 exit interviews collected over the past eight years at the Warren County
Regional Jail (see appendix A). Questions in the exit interviews asked employees their
reasons for leaving the organization, what they liked most about their job, what they liked
least about their job, the workload of the position, and how employees felt about their
rate of pay. The researcher developed codes for the responses to each of the questions
from the exit interviews. Responses were then subjected to an independent Q-sort by four
Industrial/Organizational Psychology Master's candidates to define appropriate
categorical responses to each of the questions.
Results of the Q-sort indicated that half of the respondents in the exit interviews
indicated that they were resigning due to another job opportunity, 13.3% stated personal
reasons for leaving, another 6.7% stated that they could not handle the position. The
aspects of the job that employees liked most were coworkers (37.6%), the learning
experiences (19.4%), and the pay/benefits of the job (12.9%). Alternatively, the aspects
of the job that employees disliked most were coworkers (20%), work environment
(15.7%), schedules (11.4%), and pay (11.4%). For a complete list of results from the exit
interviews, see Appendix B.
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Structured Interview. Wanous (1989) suggested that researchers should use an
unstructured approach because this allows the job applicant to learn qualitative aspects of
the job that might not be expressed quantitatively. The current researcher wanted to
gather qualitative information about the job without sacrificing consistency in the
information received across job incumbents. Accordingly, a structured interview
consisting of 20 questions was developed and administered to 11 current deputies across
the three work shifts (see Appendix C). Some questions were developed from the exit
interview questionnaire; other questions were included that addressed the most difficult
parts of the job, job responsibilities that were most surprising, the most stressful aspects
of the job, and the nature of conflicts among inmates.
The results of these interviews indicated that the deputies do not feel that the job is as
dangerous as it might seem to an outsider. Therefore, the RJP created would not need to
be as highly negative as one might anticipate for a job in law enforcement. Another
common theme found throughout the structured interviews was a sense of comradery
among the deputies. Most of the deputies interviewed spoke of the need for all deputies to
work together as a team in order to maintain safety at all times and to keep everything
under control. Most deputies indicated they felt that the environment was rather stressful
due mainly to the nature of working with inmates.
Questionnaire. Even though the interviews were collected from a diverse sample of
deputies across three different shifts, the researcher wanted to ensure that the responses
given were representative of the population of deputies at the jail. In order to accomplish
this, an 87-item questionnaire was developed from the structured interview responses.
Questionnaires were collected from 53 current deputies, producing a return rate of 81.5%.
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Deputies indicated their level of agreement with each item on a 5-point Likert scale
ranging from strongly disagree to strongly agree (results are presented in Appendix D).
Responses to items with mean ratings of 3.5 and above were considered to be accurate
descriptions of the job and were eligible to be included in the RJP. By using this method
of selecting information to be included in the RJP, the researcher was able to include
some subjective information. However, the opinions were not simply the opinion of a
single worker, rather they were opinions shared by the majority of the deputies.
RJP Video. A video of 12 minutes and 40 seconds in length was developed to present
the RJP material (see Appendix E). Actual job incumbents were used to express
qualitative content on behalf of the deputies. Questionnaire items with mean responses of
3.5 and higher were traced back to the incumbent who made that response during the
initial interview. The researcher chose to use current deputy jailers in the video because
they would likely be viewed as a more credible source of information to the job applicant
(Wanous, 1989). By tracing questionnaire responses back to the initial interviews and
using the original source in the video, the researcher hoped to reduce camera anxiety
because the incumbent was already familiar with the questions that would be asked and
the responses. Incumbents were given a script of their initial interview responses prior to
video-taping to ensure that incumbents would respond in the same manner as before.
Also included in the video was an introduction and conclusion provided by the Warren
County Jailer. The introduction served as a way to orient job applicants about details of
the job such as pay and benefits, schedules, and the purpose behind the video. The
conclusion summarized important parts of the video and informed the applicant when
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they were expected to make the decision of whether or not they would accept the position
offered to them.
RJP Brochure. As both audio-visual and written mediums of RJP presentation have
exclusive benefits, the researcher in the current study decided to present the material
using both types of mediums. The RJP brochure not only highlighted the important part
of the video, but also provided additional quantitative data gathered from the
questionnaire (see Appendix F). The brochure provided job applicants with something
they could take home with them and review, should they want additional time to think
about the decision of whether or not to accept the position.
Applicant Tracking Sheet. The Applicant Tracking Sheet was designed to track
applicants who had viewed the RJP (see Appendix G). In order to protect the identities of
applicants, the only tracking information included was the applicants' initials and the date
that the RJP was viewed. Also included on the instrument was whether or not the
individual accepted the position, the date hired, the date of termination, and whether or
not the turnover was voluntary.
Procedure
To determine whether there were seasonal trends with deputy jailer turnover data, a
one-sample runs test (Siegel, 1956) was calculated on the monthly turnover rates from
January 1997 through July 2005. The total number of runs (i.e., a succession of
equivalent events) in a sample provides an indication of the randomness of the temporal
occurrence or sequence of events in the sample. The runs test was not statistically
significant (z = -.747, p = .455), indicating that there were no patterns or cycles of
turnover. The failure to find cycles in turnover precluded the need to make seasonal
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adjustments to the pre-post analyses of turnover rates. The results of the runs test also
suggest valid conclusions can be drawn on the basis of a sample of less than one
complete year.
All applicants for the position of deputy jailer from November 14, 2005 until April 3,
2006 who had successfully passed preliminary stages of hiring, including application and
interview, were shown the RJP video. Immediately after viewing the video, applicants
were given the RJP brochure and were instructed to review all material before deciding
whether or not they wanted to accept the position that was being offered.
Data regarding job acceptance rates and turnover after RJP implementation were
collected by the Warren County Jailer using the Applicant Tracking Sheet from
November 14, 2005 until April 3, 2006 (N = 17).

Results
Data collected from the RJP applicants and from applicants for the five years prior to
the implementation of the RJP were used to test both hypotheses for the current study. To
eliminate any potential effects associated with the month of the year hired and to match
the months for which RJP applicant data were available, only applicants whose date of
hire was between November 14th and April 3rd for each of the previous five years were
included in the analyses (N = 56).
Hypothesis 1
In order to test Hypothesis 1, that applicants viewing the realistic job preview (RJP)
would have lower job acceptance rates, an independent-samples r-test was calculated
comparing applicants that viewed the RJP and applicants who completed the hiring
process before the RJP was implemented. Acceptance of the job offer was coded as "1";
declining the job offer was coded as "0." Applicants viewing the RJP declined the job
offer significantly more often (M = .33, SD = .49) than did applicants not viewing the
RJP (M = .00, SD = .00; t (14) = 2.646, p = .009).
Hypothesis 2
Criterion measures. An important factor in defining the criterion measures for
addressing Hypothesis 2 was how long a new hire would need to remain with the
organization in order to be considered a successful hire. As the Warren County Jailor
indicated that successful hires should hold the position for at least one year, the first
analysis for the test of Hypothesis 2 defined a successful hire as having been with the
organization for at least one year (i.e., 365 days). The data collected for this study did not
allow a direct assessment of this criterion as post-RJP hires had been on the job for a
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maximum of three and a half months at the time of data analysis, that is, April 3, 2006.
Employees hired after RJP implementation were considered successful if still employed
at the time of data analysis. Consequently, the test of this criterion was a preliminary
assessment utilizing post-RJP data from employees who have the potential to be
successful; that is, as they have survived to date, they have the potential to survive for 12
months. To directly test the 12-month tenure criterion, post-RJP data need to be collected
for a full year before repeating the analysis.
The Warren County Jailor also indicated that there was a problem with employees
quitting after a very short period of time on the job. Thus, the researcher also conducted
the analysis using a criterion where a successful hire was defined as being with the
organization for 30 days. This allowed the researcher to analyze short-term turnover that
is likely to result from inaccurate expectations about the job (Breaugh, 1983).
Data sampling. Post-RJP new hires for the position that had not had the opportunity to
complete 30 days on the job (i.e., those hired after March 3, 2006) were excluded from
analyses for testing Hypothesis 2. Accordingly, only employees whose date of hire was
between November 14th and February 29th were used to test Hypothesis 2. As this
research was focused on reducing voluntary turnover, any employee who had been
terminated was also excluded from the analyses for Hypothesis 2; only employees who
either had voluntarily resigned or who remained on the job were included in each analysis
(N = 43).
Tests of Hypothesis 2. In order to test Hypothesis 2, that job applicants receiving the
realistic job preview will be less likely to leave the organization than will applicants hired
before the preview was implemented, two independent-samples f-tests utilizing the two
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criterion measures were conducted comparing applicants who viewed the RJP and
applicants who did not view the RJP. Successful hires were coded as "1"; unsuccessful
hires who voluntarily resigned were coded as "0." When successful hires were defined as
staying for at least one year, applicants viewing the RJP were successful hires at a
significantly higher rate (M = .89, SD = .33) than were applicants not viewing the RJP
(M = .44, SD = .50; t (19) = 3.180, p = .002). For the test with successful hires being
defined as staying for at least 30 days, applicants viewing the RJP were successful hires
at a significantly higher rate (M = 1.00, SD = .00) than were applicants not viewing the
RJP (M = .85, SD = .36; t (33) = 2.385, p = .011).

Discussion
The effectiveness of the realistic job preview in this study was clearly supported by
the data. Hypothesis 1 was supported by the finding that applicants accepted the position
at a lower rate after RJP implementation than when the RJP was not utilized. This finding
suggests that viewing the RJP enabled some applicants to realize that they were not a
good fit for the job or organization before accepting the position, and to decline the job
offer (Wanous, 2000). In a competitive market such as law enforcement where basic
employee training is applicable across a wide range of jobs in the field, voluntary
turnover is very costly to the employer who is, in effect, providing training for the
competition. It is important that prospective employees are given as much information
about the job as possible to reduce the likelihood of disappointment after accepting the
position. Potential employees who decline a job offer after viewing an RJP likely save the
organization money in the long run. By giving prospective deputy jailers a very detailed
description about the job in the RJP, it is likely that some applicants realized they would
be disappointed in the near future if they had accepted the position because the job was
not as attractive as they thought when they entered the hiring process. By self-selecting
themselves out of the hiring process and declining the job offer, these applicants are
protecting themselves and the organization from potential problems in the near future that
would result from accepting the position and quitting shortly thereafter (Breaugh, 1983).
As the Warren County Regional Jail expressed concerns over immediate voluntary
turnover (i.e., less than 30 days on the job) and voluntary turnover with less than one year
tenure on the job, Hypothesis 2 was tested using each tenure length as a criterion
measure. Hypothesis 2 was supported for the immediate criterion as applicants viewing
the RJP had higher rates of survival after 30 days on the job than did pre-RJP hires.
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Hypothesis 2 was also supported by the preliminary analysis conducted for the long-term
criterion. This result, that deputies who viewed the RJP were less likely to leave the
organization, has important implications for the Warren County Regional Jail. By
reducing voluntary turnover, the organization benefits from the resources they have
invested in training new employees. If employees leave before holding the job for a year,
then the expense for training new employees becomes very costly to the organization as
they are constantly training new employees to fill vacant positions without enjoying the
payoff of having trained employees with long term tenure on the job.
Current research suggests that effective RJPs work as an inoculation in which
prospective employees are given a small dose of the problems they might face on the job,
which then enables them to handle similar problems when encountered on the job
(Breaugh, 1983). By exposing applicants through the RJP to the types of problems they
might encounter, the working environment of the jail, and the specific job responsibilities
of deputies, new incumbents will feel prepared to deal with job demands from the
beginning of their employment. The inoculation effect is likely one of the reasons fewer
people in the current study resigned after RJP implementation. Current research further
suggests that having an effective RJP for the organization could lead to higher levels of
employee job satisfaction, organizational commitment, and performance (Phillips, 1998;
Premack & Wanous, 1985).
Although analyses confirmed both hypotheses in the current study, the researcher
acknowledges several limitations of the study. The data collected after RJP
implementation represented a relatively short time period of three-and-a-half months.
While this is not a major limitation for the short-term analysis where success was defined
as being on the job for 30 days, this study can only approximate results for measuring
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long-term success of the RJP. The results for the one-year criterion should be regarded
with caution until a follow-up study can confirm the findings with data collected over a
longer time period. Another limitation of this study is the relatively small size of the total
sample of 43 available for the voluntary turnover analyses. The small sample of 15
applicants for the post-RJP group further exacerbates the problem. For a more reliable
assessment of the effectiveness of the RJP, it is recommended that a follow-up study
utilize a larger sample and collect data for at least one year after the RJP was
implemented.
While the implementation of an RJP would be beneficial for many organizations,
future research should continue to explore the factors critical to the success of the RJP.
One factor that should become a focus of future research is the impact that prior job
experience could have on RJP effectiveness (Meglino et al., 1993). Addressing this issue
was beyond the scope of the current study. However, it is an area that deserves more
attention from researchers interested in RJPs and reducing turnover in organizations.
Another critical factor that needs to be addressed in future research is the impact of
combining written and audio-visual methods of RJP presentation, as done in the current
study. The combined presentation method was successful in this study, but the data in this
study do not allow an evaluation of the unique contribution of each presentation mode.
Future researchers are encouraged to utilize both methods to assess long-term success as
well as to analyze the contributions of each component of the RJP.
In sum, the goal of the current study was to design and evaluate a realistic job preview
for the recruitment and retention of Deputy Jailers at the Warren County Regional Jail.
When competing agencies within law enforcement are hiring employees at higher salaries
with similar benefits while requiring the same minimum qualifications, it becomes very
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difficult to attract and retain deputy jailers. However, the results of this study indicate that
the problem of voluntary turnover among deputies has been significantly addressed by
the successful RJP implemented in the current study. The long-term effectiveness of the
realistic job preview seems likely as well and should be evaluated by a follow-up study
within the next year.
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Exit Interview
Reasons for resignation

1.) interested in future employment with the county? yes - fulltime
yes - part-time
yes - on-call
no
2.) What did you like most about your job?

2.) b. What did you like most about your department?

3.) What did you dislike most about your job?

3.) b. What did you dislike most about your department?

4.) What factors were most important in influencing your leaving?

4a.) How did you feel about the amount of work you were expected to do?

4b.) How did you feel about your rate of pay?
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Results from Exit Interviews

# of Respondents

% of Respondents

Reasons for Resignation
Another job
Personal reasons
Back to school
Could not handle the position
Miscellaneous

45
12
8
6
19

50.0
13.3
8.9
6.7
21.1

What do you like most about your job?
Coworkers
Learning experience
Benefits/Money
Environment
Service for community
Job responsibilities
Miscellaneous

22
18
12
8
6
6
21

37.6
19.4
12.9
8.6
6.5
6.5
8.5

What do you like most about your department?
Coworkers
Learning experience
Environment
Benefits/Money
Food
Miscellaneous

22
9
7
4
4
8

40.7
16.7
13.0
7.4
7.4
14.8

What do you dislike most about your job?
Coworkers
Environment
Schedules
Money
Tasks on job
Miscellaneous

14
11
8
8
7
22

20.0
15.7
11.4
11.4
10.0
31.5

What did you dislike most about your department?
Coworkers
Employers
Tasks on job
Miscellaneous

13
4
3
10

43.3
13.3
10.0
33.4
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# of Respondents

% of Respondents

18
7
7
5
5
3
5

36.0
14.0
14.0
10.0
10.0
6.0
10.0

66
14

82.5
17.5

41
40
6

46.6
45.5
6.8

What factors were most important in influencing
Money/Benefits
Another job
Personal reasons
Scheduling conflicts
School
Environment
Miscellaneous
How did you feel about the amount of work you
were expected to do?
Fair/More than fair
Too much
How did you feel about your rate of pay?
Too low
Good
Need hazard pay
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Deputy Jailor Structured Interview for RJP

Name
Title
Tenure at Jail

1.) What are the 3 things you like most about your job?

2.) Recognizing that there are good and bad aspects of every job, what are 3 things that
you dislike most about your job?

3.) Were there any job responsibilities that you did not expect to have when you accepted
the position?
What responsibilities surprised you the most?

4.) What things do you wish someone would have told you before you took this job?

5.) What is the most difficult part of your job?

6.) How often do you feel like you are asked to do more work than you can handle?
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7.) What's it like having Mr. Strode as your boss?

9.) What aspects of working in the jail are the most stressful?

11.) Do you ever experience conflicts with the inmates? Approximately how often?

12.) Without mentioning names, could you describe the last incident you had with an
inmate?

13.)

I had the opportunity to read some exit interviews of people that have had this job
in the past, and a lot of them stated that one of the things they liked most about the
job was that it was a great learning experience. What types of things have you had
the opportunity to learn about?

35

14.) How would you describe the work environment here at the jail?

15.) What are some characteristics of people who are able to work well in this
environment?

16.) What factors motivate you in this job? What do you find most rewarding or
satisfying?

17.) What are the 3 most difficult things about working with your coworkers?

18.) What are the 3 best things about working with your coworkers?

19.) What is the most difficult part of your shift schedule? How difficult is it to change
to a different shift?

20.) As I mentioned before, we are making a videotape of a few of these responses and
are planning on showing this to people interested in this job to give them a better
idea of what the job is like. You've been really helpful, would you be willing to
answer some of these questions for a videotape in the future?
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Survey Results
One of the most difficult parts of the job of deputy jailer is:
- Following all rules/protocol to do the job correctly
Having multiple tasks to do at the same time
Booking
- Cell searches (having to be careful and thorough)

Mean
2.12
2.92
2.36

1.30
1.02

Not becoming too trusting of the inmates

2.31

1.13

The stress

3.60

1.16

Working in pods with the most inmates

2.10

.96

- Seeing children crying during visitation because their dad can't come
home with them

2.45

1.07

- Getting other people to do their job

3.74

1.23

3.02

1.15

2.66
2.43
3.21

1.07
.82

3.00

1.07

Having to be an authority figure over people that are my father's age

2.64

1.08

Responsibilities change more often than I expected

3.17

1.01

Amount of paperwork involved with the job
You have to use force less often than I thought

3.17
3.04

1.10
.96

Having to testify in court sometimes several years after an incident

3.23

1.10

That we are not appreciated much by the public

3.77

1.23

3.06
3.21
3.31
2.98
2.98
2.21
2.91
2.83
4.31
3.10

1.17
1.10
1.04
.89
1.03
.95
1.04
.98
.92
1.12

Trying to control people who want to fight and not listen

3.15

SD
1.17
1.17

Before I took this job, I wish someone would have told me:
There is more responsibility than you realize
You will have to do strip searches
- Stress level is higher than you might imagine
You have to be prepared for mental challenges such as upset families

1.26

A job responsibility that most surprised me when I first started on the job was:

This aspect of working at the jail is stressful:
Working in main control
Little time to do many tasks
Booking
Dealing with the public
Having to have self-control in all situations
Head counts
People in holding cells banging on walls
Dealing with more violent criminals that have killed someone
When other deputies aren't doing their jobs
Ratio of inmates to deputies

To what extent does this describe the work environment at the jail?
Can be stressful at times but keeps you alert
Coworkers are always there for you
No on-the-job task is very difficult
Can be stressful because you never know what you might be walking
into on a given day
Don't have as many problems as you might expect
The environment is what you make of it with your attitude and reactions

Mean
3.98
3.00
2.92

SD
.66
1.09
.90

3.70

.80

3.13
4.26

.88
.98

4.21
4.30
4.43
4.08
4.40
4.28
3.55
3.79
4.08
4.42
4.23
4.13
4.32
4.26
4.11
4.38
4.38

.77
.70
.72
.76
.84
.69
.89
.91
.78
.99
.99
.88
.80
.76
.82
.77
.79

3.72
3.49
4.13
3.94
3.91
2.94
2.81
3.51
3.81
3.19
3.92
3.13

.77
.91
.86
.82
.79
1.03
1.08
1.20
1.02
.96
.90
1.16

Is this a characteristic of people who are able to work well in this environment?
- Calm under pressure
Must be able to react fast
Reliable
- Strong people skills
Must be able to follow the rules
- Self-control over emotions
- Physically fit
- Sense of humor
Ability to deal with public
Teamwork skills
Respect for each others' jobs
Must be able to take criticism
Positive attitude
Ability to take control of situations
Conscientiousness
Ability to listen
Ability to handle stress

What do you like most about your job?
- Coworkers
Exciting
My shift
Different every day
Work with all sorts of different people
Sense of authority
Pay
- Opportunity for advancements (SERT, transporting federal inmates, etc)
- Job security because there are always going to be inmates
Working with the inmates
Contributing something to society and community
Opportunity to meet lots of people in Bowling Green

What do you dislike about your job?
Potential for injury
- Seeing citizens of the community at their worst
- Stress
Always having someone look over your shoulder
- Sometimes don't have a lot of teamwork
Politics involved with working under an elected official
Having to treat inmates with respect at all times
- Communication difficulties with staff
Lack of job security from working for an elected official
Difficult to follow all rules at all times
Having to work on holidays

Mean
2.98
3.17
3.57
3.15
3.98
2.87
2.43
3.60
2.96
2.32
2.91

SD
.91
.87
1.01
1.06
.82
1.09
1.01
.93
1.21
.96
1.21

3.66
2.51
3.34
3.43
3.10
3.26
3.13
3.70
3.04
3.35
3.06

1.06
1.07
.85
1.04
1.01
1.13
.98
.89
1.08
.86
1.10

What do you like most about working with your coworkers?
- Comradery of knowing someone always has your back
Trust every person I work with
- Good friendships
- Common bond that is shared
We have a family-oriented atmosphere together
We get along 99% of the time
We understand everyone's role
- Sense of humor
Understanding of personal problems away from work
- They are good at their job
Will watch out for you and correct your mistakes before you make them
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CHARACTERISTICS OF
SUCESSFUL DEPUTIES
In order to be a successful deputy jailer,
there are a number of characteristics that
you need to possess. These characteristics
include the following:
• Awareness of your surroundings
• Ability to take criticism
• Confidence
• Ability to stay calm under pressure
• Good communication skills

MORE INFORMATION

DEPUTY

For more information about the job of
Deputy Jailer at the Warren County
Regional Jail, please contact:
Jackie Strode
Warren County Jailer
920 Kentucky St.
Bowling Green, KY 42101
(270) 843-4606
You can also view the webpage at:
http:/ / www.wamencountyiail.com

• Positive attitude
• Ability to follow the rules
• Sense of humor

Warren County
Regional Jail

A REALISTIC
JOB PREVIEW

• Ability to take control of situations

CONCLUSION
We hope that this brochure has given you
a better understanding of the job of deputy
jailer. We hope that you are still interested
in this position. For whatever reason, if
you no longer feel like this is the job for
you, we understand. We want you to
make this decision based on as much
information as possible in hopes of
producing the most beneficial outcome for
both yourself and the Warren County
Regional Jail. If you need more time to
think about your decision, that is fine as
well. We appreciate your time and
attention to this material, and we hope that
you find it useful

A Realistic Job Preview
for Deputy Jailers
Warren County Regional Jail
A Thesis
by
Joseph A. Dunn
Western Kentucky University
Department of Psychology
Video produced in partnership with Erin L. Cottrell
Productions 2005
Created 11/14/2005

920 Kentucky Street
Bowling Green, KY 42101

POSTIVE ASPECTS OF JOB

PURPOSE OF PREVIEW

SHIFTS

The purpose of this brochure is to give
you a realistic idea of what it's like to be a
deputy jailer at the Warren County
Regional Jail. We hope that you will use
the information to make an informed
decision about whether or not you want to
become a deputy jailer.

A major benefit of this position is the
variety of shifts to fit your schedule,
depending upon availability.
Hours

Shifts

If you have any additional questions about
the position after reviewing this material,
please contact the Warren County Jailer,
Jackie Strode at (270) 843-4606.

1

7 a.m. - 3 p.m.

2

3 p.m. - 11 p.m.

3

11 p.m. - 7 a.m.

Weekend shifts
Sat. & Sun

PAY AND BENEFITS

7 a.m. - 11 p.m.
or 3 p.m. - 7 a.m.

& 1 weekday
We feel that our pay and benefits package
is equal to many of the surrounding
agencies
• 3% pay increase every July
• $300 per month for health insurance

JOB RESPONSIBILITIES
While some job responsibilities might vary
slightly from shift to shift, the main job
responsibilities include the following:

•

Contribution to society

•

Dependable coworkers

•

Face different situations daily

•

Evenly dispersed workload

•

Excellent learning opportunity

NEGATIVE ASPECTS OF JOB
•

Stress from people you encounter
(inmates, public, coworkers)

•

Conflicts with the inmates

•

Requires a lot of teamwork

RESULTS FROM A SURVEY OF
CURRENT DEPUTIES
•

64% indicated that they do not
feel appreciated much by the
public

• 1 sick day per month
• 1 vacation day per month
• 27-year county retirement system

•

Process new prisoners

•

•

Release prisoners making bond or
moving to another facility

58% indicated that stress is one of
the most difficult parts of their job

•

74% responded that there are
times when there is not as much
teamwork as needed on the job

•

83% responded that the
environment in the jail is what you
make of it with your attitudes and
reactions

•

57% indicated that one of the best
parts about the job is the
opportunities for advancement
£

• $10,000 life insurance policy

•

Cell searches

• Opportunities for deputies to be
promoted to sergeant, to lieutenant,
and to captain

•

Escort inmates (court, medical office,
dentist, recreational area, etc.)

•

Supervise inmates in pods

•

Transport inmates to other facilities

•

Qass-D work program supervision

•

Booking where charges are entered
into computer system
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Realistic Job Preview - Applicant Tracking
Applicant's
Initials

Date
Viewed
RJP

Accepted
Position?
(Y/N)

Date
Hired

Date of
Termination

Resigned (R) or
Terminated (T)

